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I'FR r ORMANCE 

Lee Jon \\ 'I..'l' 
Generally. thi s study aims to perform a prclin)inary inves tigation into organizational 
dimate factors and j ob performance. The main objec ti ve of this stud y is to identify 
organizational climate fac tors affecting employee ' s jo b performance. Ano ther o bjec tive 
of this stud y is to identify the dominant factor affecting ~mpl oyees' job performance, The 
study was conducted at a logging camp. The questio nnaire survey was used to assess 
employees perception towards organizational climate and job performance. The results 
of this study showed that demographic characteristics (age and length of service) have 
signiticant difference with job performance. For the relationship between organi zational 
climate and job performance, only factors like supervisory style, co-workers support, 
employees' training and intrinsic reward had s ignificant relationships with j o b 
performance. It was fo und that supervisory sty le is the most dominant fac tor affecti ng 
employee's job performance, As a conclus ion. this stud y shows that factors like age, 
length of service. supervisory style. co-workers support. e mployees' training and intrins ic 
reward do innuence empJoyee's job performance. 
IX 
/ 1 BSTHAf( 
FA f..'TO /I - !· :If::JOJ( /Kl.liV/ OJ(G/J,v/SAS/ YAN(j 1v/F..\PI'N(;;l RC,/fi f'R ESTAS/ KUUA 
[,EKFRJA 
Se coro urnUJ11, kajiun ini bertujuan unl llk rnengkf.y'i /o klor-ju kfOl" lklim organ iS{)5,i don 
preslosi keria. Objeklij ulama kajian ini ia/ah mcngena/pasli jClklor-jclklur ;klim 
urgani,\O.I; yang mempengoruhi prestos; kaja pekerja. Salu lagi ohlekli/" kuiian ;alah 
til ngenu/pal/; jaklar dom;nan yung mempengaruhi preslas; kClja pekai a. Kaiian 
dlja/ankan Ji sehuah kem pemba/ukul7. Kalian survey menggunakon homng .\'Oa / ,Ie/idik 
digunokan unluk meni/ai perseps i responden terhadap iklil11 organisasi dan prestasi 
ke/j a. Keputusan kajian menunjukkol1 /;ahawa o ri demogra(t (um ur Jan lempoh 
perkhidmalan) mempunyai pebewan yang signijikan dengan preslasi ker;a. Bagi 
hubungan aniOra iklim argonism'i dengon presrasi kelja, hanya /aklor-jclklor iklim 
organisosi seperli siaif penyeliaan, sokongan ("(Ikan sekerja, /alihan pekerja dan 
gunjol"Cll1 hukan kewangan didapClli memp"nyoi hllbungan yang signifikan del1gan 
prestasi keria Doripac/a dopa/an leFseb llt , didapari sla i/ penyeliaan merupakan /ilktor 
paling dom inon yang mempengaruhi pres/wi keF/a pekaja Secom kesimpu/annya, 
kajian ini menllniukkan bahaw(( /aktor seperti eil'i demugraji iailll umllr don tempoh 
perkhidmalOn, dan (aklUr iklim organimsi 10111.1 slui/ penye.'iaan. sukongan rokon sekerja. 







Human and climate are two e lements that influence each other. C limate is also 
relOlted to weather. Generall y. climate refers t.o the pattern of weather conditions 
(Oxford Advanced Learner's Dictionary, 2000). Daily weOlth"r condition has impacts 
on every individual. 
The charOlcteristics of climate will determine th e econom ic acti v ities of 
human . This phe~cmenon can be seen in the activiti es of farmers. When it is sowing 
t ime, farmers fa vo ur sun ny weather. When the crops are in the pe ri od of growing, 
farmers fa vour ra iny \Veather. Here, it can be conc luded that certain kinds of weat her 
have influences o n human activ ities. 
Besides, human activities will also influence the c limate. The irresponsible 
ac ts 01' human have caused certain major changes to th e environment. Unplanned 
f,t' , t' IIi 'Ql ;l ~ : ! \ Ilic s h:l\-e caused ! !1 : T t:::~ISL' !ll g lllh:d temperature and sea level. The 
i llll' l l llant PUltll is hll man ~lC ts '-'vi l! J d crrn!l1c cli )11;]te surrounding them. 
[n toci ;)y com peti tive era, the perlo rmClnce of every employee is the primary 
l~Ktor a ffectin g an organ ization's overall performance. Therefore, it is vital for every 
organization to look into the factors affectin g the performance of employees. 
Organ izational climate IS an important factor affecting the overall 
performance of an organization (Kangis, Gordon & Williams, 2000). The 
characteristics of internal climate will determine how every staff performs in their 
jobs. 
Every employee in an organization has impacts building and altering the 
climate from time to tim e. Therefore, organizational climate will also determine if an 
employee will stay long with the organization. When em p loyees stay long with an 
organization, it showed that lhe organization know how to keep important asset 
within lhe organization. The relationship between organizational climate and job 
performance is described in detail in the next section. 
1.2 Ba ckground of the Study 
Organizational climate and employees are two irnportant elements that 
interact with each other. Every organization has its own cl imJ. te. Organizational 
2 

Knlllll!! { ) dellncd org;j 
perforll1allce 
Joh perforll1ance is ao import;)"t ractor !bm will determine .he Sllccess of an 
OIg;wiz:ltion, In the present competitive business worleL organization has to fully 
utilize its human capital in oreier to stav competitive ;n the market According to 
Thompson el al. (2005), onc of the key success factors for an organizat;on to gam 
competllivc advantage is skillfld al,d capable human resources, Skillful and capable 
employees will contribu:e to an organizalion througb achieving the mission and 
'v ~sjon set. 
This study aims to study the relationship between organizational dimatc and 
,lob performance of employees. This study was conducted at Selidap ~C'r'c''''iS CiUnp, 
This is an organization that produces logs from lorest and is estilblished t()r more 
than two years aiready, Currently, the total mllnber of loggers arc 160. 
Ail loggers are divided into groups, Each group is headed a Hi'ad of group 
and 2ssisted by an Assistant Loggers' pri:nary Job is to cut the timber and transfer it 
to load_ing area. 
1.3 Statement of the Problem 
r,!'lber I IS an i 
are 
arc lall and and mechanical hazards. If an;: 
occurs, organization has ~o be::tr the cost Besides, accident OCCLlrrence 
will also employees' motivation and Joh performance. This is because 
employees will working at the workplace. 
It IS the nature of every business organization to maximize 
mmn1llze cost proactive steps have to taken to lIlcrease employees' 
performance. of the /actors affecting job is organizational c!Jmatc. 
Research by Gordon and \Villiarns (200m showed that 0rganizational 
climate has influence on corporate pericmnancc. All factors (supervisory style, co­
workers. work motivation. emplo:/ee decision making and perform":1ce 
re,,,ard) have posn:.ve rebtionships with corpo",te performance 
statement of prob:em IS some of the questions 
below: 
1. 	 Do the fi1ctor5 airect employees' job per!cmnance') 
How are the reiJlionships between these IdL:lUI:., and job performance'" 




The to idenu fy [he (Jet ween (Jrganizationai cI imatc 
tmrn,H1c:e of employees, and the most dominant factor afleeting job 
Genelillly, this study aims to identify the relatlOnsbip between OngIl112'al;on 
climate factors and Job oerformance of loggers at Sdidap Loggmg Camp, 
Sarawak, 
lAI 
thIs study are: 
i. To ,i.",pnrn tile differences between age groups and job performance. 
2. To cktermine tile diflcrences between marital SWtllS and job performance. 
3. To determine the differences between length OfSCI,'vlcr and job performance. 






the fcl;Jtionsillp between "r:1ining and job :'1erlormanct. 
7, To 
To determine the relationship between intrinsic rewards and Job performance, 





• tal sta:us 
• Length servlce Perform,mcc 
Organizational Clim:lte 
• Supervisory style 
• support 
• Trajning 
• Financlal rew~:rd 
• reward 
~ igure 1.1, Conceptual Framcwllrk of the Study, 
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cOllcel r"Jlllcwork is divided 11110 independent variables ,1I:J 
'l1(wT'crrhic char::ctcristics 
Demographic eliaraeteflslics comprise age_ marJlai st"TUS 
("md Organizational ChlYiute on co­
workers support, :Joanciai reward and Intrinsic reward, The dependent 
variabk lS job performance of employees, The fwrnevvork is as shown in Figure I, I 
on page 6. 
1.6 

The following null hypotheses are formulated for this study: 
There is no tkant di tTerence between age groups and Job performance or 
2, There is no sHmificant ulfference between mantal status and Job perf(>rmance 
of errlP«)Yces, 
3 There is no significant difference between of service and 
perf,xmance of employees. 
4, There IS no significant rtOiatiollship :'llpervisory style and Job 
performance of employees. 




IS :10 rciQlionship bet'kc,;n "nel .iob performance 01 
7 IS :,;.; significant relationship betwc::en financial r('\vards 3HC Job 
:nnncc of 
8 fil:;:;re is no fleBnt relationship between intrinsIc rewards nne! job 
pcrformance of cJ:lployces. 
9. There is no dommant factor affecting Job performance of employees. 
L7 Significance the Study 
The finoings of the study will contribute [0 the enhancement of the field of 
human resource development. 
This stlldy \vill assist orglJnizations 1O identify [DC tors Dffecting job 
peri()nnanc..:. FrOln the results of [his study, lOp ll1anageraent 11lay take necessary 
actions to the quality of organizallonal climate factors in to boost 
employees' job perl'mnance. Tne organi:wtl()n may focus more on the dominant 
factor among the organizational climate factors studied. 
In addition, this study wi!1 be a "seful reference for future researchers to 
Dt. They may conduct the research at different organization other than 
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"I hi" ~lin1 ::' td further in\e~ l ~ Il (' Ith: r.... :dt1onship between cHgiH li/,;!l lunal clima te and 
lub perif ll nwlll:e.: in Jifkro...!11l d ff.!i.1I i .tLlll u ll 
For Human Resc\ urce practitioners. thi s stud y w ill be useful for them to 
iciL- ntify the cl lIl1ute within thei r organization. Besides, HR practitioners may U SL' this 
re search ,IS reference for conducting their own resea rch about organi zational c l imate. 
1.8 Oefinit ion of Terms 
In this study, the ope ratio nal defin itions o f terms used are p resen ted. The 
te rms used in thi s stud y are perception. age, marital s tatus. length o f serv ice , 
supervIsory style, co-workers support. tra ining, fIna ncial rewards , intrins ic rewards 
and job performance. 
UU Perception 
In this stud y, perception refers to res pondents' perception towards 





In IllIs s tud y. I h~ logge rs' age are catq!' )c lzed into f"1Ir main ca tegon es , which 
" ,.~ 16 years to 25 yea rs. eli years to 35 years. 36 years to 45 yea rs . and 46 yea rs to 54 
years. 
1.8.3 I\In rit'll Sta tus 
In th is s tud y. the loggers ' marita l status is di v ided in to two groups, w hic h are 
s ing le and married. 
J .8.4 Lmgth of Service 
In this s tudy. length of service refers to the period of time a logge r has worked 
wi th the organ ization. Length of service is categori zed into four categories, which is 
less than I year. I 10 2 years, 3 to 4 years, and 5 yea rs and above . 
1.8.5 Supervisory Style 
In thi s s tud y, superv iso ry sty le refers to the style of supervision prac ti seu by 
the super visor. The styles of supervision used in thi s s tud y me controlli ng style and 
10 

de\ ck 'pmCllwl sty le. Amon>.: the elements focu sed 8re pl8nn ing o f dailY work. 100­
n:: la tcd oCC ls iol1 mnking, monitoring . :mu relationsbip bc twcen , upen 'ISOJ' ;lI1U 
suhord indlcs . 
1.8.6 Co-workers Su pport 
In thi s stud y, co-workers refer to all other logge rs working toget her with an 
indi vidual log.ge r. A mong the elements focused are rela tionship with co-workers, 
coopera tio n from co-worke rs, and co-workers' beha vio ur. 
1.8.7 Trn.inin g 
In thi s study , training refers to logger's perce pti o n on training received. This 
includes e lement s like logger ' s perception on Persona l Protective Equipment training , 
health programs, and t,.clI1sfer of trainin g. 
1.8.8 Financial Rewards 
In thi s st udy , fillancial rewards refer to logger 's percept ion on salary, 
incentives and bene fit s received. The clements focused are perforillance reward, 
annual ieave, benetit s such as insurance plan and health se rvices. 
11 

1.11. '.1 Intrinsic Rewards 
In thi s s tuJy. in trins ic rewards refer to Il)gger' s perce pti o n tov.arus Jo b. 
recogllH ioll lo r e.\c ~ l kn t job completion. promotion. and workp lace safe ty. 
1.8.1 0 Job Performance 
In this stud y, job performance refers to logger 's percepti on on job·re lated 
behaviour and comple tion of tasks based o n ta rget set. 
1.9 !.im itations of .I.e Study 
Thi s st ud y has son1 e un avo idab le limitations. Firs tl y. it is difticult to ensure 
th a t questi o nna ires are di s tributed rando mly among th e loggers. Secondl y, this 
research s tudies the relationship between organ iza ti onal climate and job performance 
o f logge rs. Othe rs classifications of job like log pond in-~harge. supervisors (Head of 
group) , cl e rks and typ is ts a re no t included in the s tudies ofjob perfo rm ance. Las tly, 
thi s research o nl y takes into account factors like superv iso ry s tyle , co-workers 
support. training, financial rewards and intrinsic rewards . There may be othe r factors 
th a t are a lso influenc ing job pe rfo rm ance. 
12 
1. J(l Conclusio" 
This chaplel the 
[lraJ tht2 ves of Ihe Besides. Ihis chapter also exrlained the 
of (lC study. There are alSO stDled hypotheses of the study and the 
tC,.:113 Last!y, the ,,,";-,1" of the sludy are discJssed, 
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